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Varieties of Civil Servants Remuneration Policy Reform:
A Scenario Planning Analysis
YOGI SUPRAYOGI SUGANDI
Department Public Administration, Universitas Padjadjaran, Bandung, Indonesia
yogi.suprayogi@unpad.ac.id
Abstract. This article presents a way of preparing some policy scenario planning in determining the size of the performance
index and the price of each position. The performance index is governed by a variety of overlapping central government policies.
However, the author is able to provide several scenarios from which one scenario can be selected as a policy option. This way, a
variety of ways out of a number of existing scenarios is provided. Options are given to determine the various options to be used
in policy decision-making. Contrary to mainstreaming Indonesian practices of remuneration reform that compensates transaction
costs of bureaucracy reform policy, there is a sort of facts that those two do not go hand in hand. We pick the City Government of
Bandung as a showcase of how this comes to happen, considering its renown as one of reforming local governments. The method
used in this study is qualitative method with data collection using Focus Group Discussion (FGD) and secondary data in the form
of related regulations and some previous studies. There are six scenarios that can be mapped in the findings, arranged based on
the types of available positions. PNS teachers (civil service teachers) as civil servants under the City Government of Bandung in
particular are not measured by their own actual performance but, instead, their index of performance is equated one to another in
any ranks. This is an example about how performance of civil servants cannot be equated because PNS teachers earn the teacher
certification allowance from the central government.
Keywords: scenario planning, remuneration policy, bureaucracy reform
Abstrak. Makalah ini menampilkan cara menyusun suatu skenario perencanaan kebijakan dalam menentukan besaran indeks kinerja
dan besaran harga jabatan untuk tiap-tiap jabatan. Penentuan indeks kinerja ini diatur dalam beragam kebijakan pemerintah pusat
yang saling tumpang tindih. Namun, penulis dapat memecahkan beberapa pilihan skenario yang pada saatnya nanti dapat di pilih
salah satu sebagai opsi kebijakan. Makalah ini juga membahas berbagai macam jalan keluar berbagai skenario yang ada. Pilihan
diberikan untuk menentukan berbagai macam opsi yang akan digunakan dalam pengambilan rangkaian kebijakan. Berbeda dengan
praktik-praktik utama di Indonesia yang reformasi remunerasi dijadikan kompensasi biaya transaksi akibat kebijakan reformasi
birokrasi, ada sejumlah contoh yang menunjukkan bahwa keduanya tidak berjalan seiring. Pemerintah Kota Bandung dipilih
sebagai kasus untuk menjelaskan kejadian ini terutama karena statusnya yang dikenal sebagai pemerintahan daerah yang reformis.
Metode yang digunakan dalam penelitian ini menggunakan metode kualitatif dengan pengumpulan data melakukan Focus Group
Discussion (FGD) dan data sekunder berupa peraturan-peraturan yang terkait dan beberapa kajian terdahulu. Terdapat enam
skenario yang dapat dipetakan dalam temuan, enam skenario yang disusun ini berdasarkan pada jenis jabatan yang ada. Guru PNS
sekolah misalnya sebagai salah pegawai PNS Kota Bandung misalnya tidak diukur berdasarkan kinerja namun indeks kinerjanya
di samakan satu dengan yang lain dalam pangkat apapun, ini sebagai salah satu contoh bahwa kinerja PNS tidak dapat disamakan
karena indeks kinerja PNS seperti guru mendapatkan tunjangan sertifikasi guru dari pemerintah pusat..
Kata kunci: skenario perencanaan, kebijakan remunerasi, reformasi birokrasi

INTRODUCTION
It is common in both academic and practical senses
to define remuneration as a payment in the form of
money and/or goods provided for achievement and/or
appreciation in an employment relationship or after the
expiration of a working relationship based on a system
that is structured, open, fair and proper (see, for instance,
Roberia, 2009). Remuneration can be used for two basic
purposes: to attract and retain qualified human resources
and to motivate employees to achieve a higher level of
performance. The level of remuneration also has a large
impact on recruitment, motivation, productivity, employee
turnover, and also the feeling of employees to the company.
Therefore, Irmayanti (2004) said that remuneration is one

of the factors that influence the success in achieving the
vision and mission of an organization.
Chances are high that a public organization or a
government agency commits to bureucracy reform
interchangebly with remuneration increase. This might
be departed from a point of view that higher pay as
transaction cost of potential inefficient and abuse use
of public money. There are abundant evidences of its
manifestation in Indonesia. Moreover, remuneration is
also perceived as a cost component whose amount should
be minimized. The emergence of such assumptions has
placed remuneration as a means to increase unproductive
behavior, which may lead to personal problems such
as low motivation, low performance, high turn over,
irresponsible behavior, and even dishonest behavior in
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employees. In order to prevent the emergence of personal
problems and enlargement of remuneration expenses of
an organization, a remuneration system is needed that is
fair, feasible and cost effective.
In management providing remuneration to employees
can be categorized into a concept which Payne (2009)
calls it the 3P, namely pay for position, pay for person, and
pay for performance.The concept of pay for performance
is now regarded as the most fair remuneration concept
to apply. The application of performance-based
remuneration will be able to encourage employees to
increase productivity which in turn will also increase the
productivity of the company itself. Performance-based
remuneration is one of the factors to achieve effective
performance management in an organization.
Performance management (Udekusuma, 2007) is a
management process designed to link organizational goals
to individual goals in such a way that both individual and
corporate objectives can meet. In this case for the worker
not only the individual goal is achieved but also play a
role in achieving organizational goals, which makes him
motivated and get greater satisfaction.
There are five basic views in the performance
management system, according to Bacal (1998). First view
is the integrative model for organizational performance.
Performance management is seen as an integrative system
of interdependent structures between aspects. The success
of performance management is determined by the overall
aspects that exist within an organization, not determined
part by part. Second is focus on processes and outcomes.
Performance management becomes a system that is not
only results-oriented (traditional view). The process
becomes one of the important supporting aspects in the
determination of good results. Third, the involvement of
the parties concerned in achieving the objectives. Workers
are the main subjects conducting organizational business
processes directly. Fourth, assessment of objective
performance and hit the target. Performance management
includes an objective performance assessment and is in
line with the goals of each relevant part of the organization.
This has the potential for a positive impact of a successful
and structured performance appraisal. Fifth, evaluation
and learning between superiors and subordinates. Good
performance management is able to provide a measurable
performance evaluation result. Evaluation results can
provide information to related parties (superiors and
subordinates). Information on the results of the evaluation
can be a means of learning and a determinant of future
corrective actions.
In order to attain effectiveness of performance
management in the government, the Ministry of
Administrative Reform has issued Ministerial Regulation
No. 63 of 2011 on Guidelines for Structuring Performance
System of Civil Servant Performance. The point is that
the provision of remuneration to civil servants is due on a
basis of individual performance.
To support the provision of performance-based
allowances, in 2014 the Government has issued the
Civil Service Act No. 5 Year 2014 that reinforces
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the mandate stipulated in Regulation of the Minister
of the Republic of Indonesia Number 63 Year 2011
on Guidelines for Structuring Performance System
of Civil Servant Performance. Under the Act, Civil
Servants are entitled to salaries, facilities, performance
allowances, and overpriced allowances. Measurement
of the achievement of employees has been regulated in
Government Regulation No. 46 Year 2011 on Valuation
of Civil Servant Employee Performance. According to
the Government Regulation, the performance appraisal
of civil servants is conducted to ensure the objectivity of
civil servant development in considering promotion, job
placement, transfer, education and training, learning task,
periodic salary increase, etc. based on work performance
system and career system which is focused on the system
of work performance. The performance appraisal of civil
servants is conducted by the appraisal officers on the
employee work objectives (Sasaran Kinerja Pegawai,
SKP) and the work behavior of civil servants. This new
work assessment framework is supposed to realize a
fairer provision of allowances, giving a high achiever
civil servant better allowances compared to others.
Contrary to mainstreaming Indonesian practices of
remuneration reform that compensates transaction costs
of bureaucracy reform policy, there is a sort of facts
that those two do not go hand in hand. We pick the City
Government of Bandung as a showcase of how this comes
to happen, considering its renown as one of reforming
local governments.
Remuneration of civil servants in Bandung cannot
meet the needs of a decent living, with the following
problems: (a) the salary is still under regional minimum
wage (UMR) of Bandung; Salaries for civil servants’
class I and II are IDR2,000,000.00 which is under UMR
Bandung. The Resulted of the data showed in abuse of
authority to increase personal income; (b) Salary ratio
between the lowest and the highest is far from ideal
and not competitive. The lowest and highest salary
ratio is 1:3.9, which is under BKN standard of 1:10 and
is far compared to Singapore standard (1:40), Brunei
(1:25), and the United States (1:28). The data showed
that there are a brain drain to the private sector; (c) The
amount of salary does not meet the principle of equity.
Payroll in Indonesia should still based on rank and
term of employment, not on the basis of competence,
performance, nature of work, and responsibility. From
seveal findings data showed that in low motivation of
civil servants to improve career and achievement; (d)
The allowances are not evenly distributed. The given
job allowance is still based on the level of position and
attendance, not based on performance. This results in low
civil servant performance because there is no incentive to
improve its performance.
The remuneration model of the given allowance is not
yet ideal, with some problems as follows: (a) mandate in
the Regulation of Ministry Home Affairs No. 21 Year 2011
concerning the provision of additional income has not
been fully implemented; (b) The provision of additional
new income is based on the level of position, attendance,
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and basic workload, which is not yet based on the financial
capacity of the region, workload factors (principal and
additional), place of duty, working conditions, professional
scarcity or work performance as mandated by regulations.
This resulted in jealousy and a decrease in the workings of
civil servants as a whole; (c) Bandung City Government
have not adopted the provision of performance-based
allowances to employees; (d) The mandate of Regulation
of the Ministry Administrative Reform No. 63 Year
2011 on the provision of performance-based allowances
based on the level of achievement of factor 1) Reform of
institutional bureaucracy, 2) value and class of position,
3) price index of position value, 4) balancing factors,
and 5) provincial performance benchmark index has not
been applied by Bandung City Government. This resulted
in low motivation of civil servants to improve their
professionalism and productivity due to the unavailability
of incentives.
To be able to overcome the issues the provision of
allowances in accordance with workload and individual
performance can be a solution. It is expected that this
study can be a material to form a paradigm of allowance
that is directly proportional to the workload faced.

Figure 1. Paradigm Change of Allowance Provision
Source: Internal Discussion, 2016

To date not all local governments have adopted the
concept of performance-based allowances in providing
compensation to their employees. The problem makes
more sense since there is a disceprancy of implementation
of the law between province and municipal governments.
Several provinces in Indonesia have started to conduct
this new remuneration framework, for instance the
Province Government of West Java which has stood
out of the crowd. Meanwhile, the system of allowances
imposed by the Government of Bandungstill refers to
the Regulation of the Minister of Home Affairs No.
21 Year 2011 that allow local governments to provide
additional income to Civil Servants by looking at
local financial capacity, workload factors, working
conditions, professional scarcity or work performance.
Nonetheless, the regulation is not entirely implemented.
With the enactment of Regulation of the Minister
of State Apparatus Empowerment and Bureaucratic
Reform No. 63 Year 2011 on Guidelines for Structuring
Performance System of Civil Servant Performance and
the Civil Service Act No. 5 Year 2014 which regulates on
giving performance-based allowance for civil servants,
Bandung City Government must start cleaning up and
preparing the model and financing scheme to implement

43

the mandate of the two laws. The main points that must
be formulated are: (1) The provision of allowances that
have been applied in Bandung City Government has
not been able to encourage employee motivation to
perform better, the incidence of jealousy and employee
discontent impact on the low performance of employee
performance. This is because the allowances have
not fulfilled the principles that should be pursued in
the provision of allowances, namely merit system,
fair, feasible, competitive, and transparent. In these
principles it is illustrated that the allowances should be
based on the job price, in accordance with the burden
of duties and job responsibilities, to meet the needs of
life, competitive (not only equal with the private sector,
but also competitive among the employees themselves
to perform more better than its counterpart), as well
as transparent (meaning the allowance calculations
are done transparently). This is in accordance with the
mandate of the Regulation of the Minister of Home
Affairs Regulation No. 21 of 2011 on Guidelines for
Regional Financial Management and Regulation of the
Minister of Administrative Reform and Bureaucracy
Reform No. 63 of 2011 on Guidelines for Structuring
Performance System of Civil Servant Performance; (2)
At this time, in addition to getting salary and allowances
(TPP), every civil servant in the city of Bandung is
still allowed to obtain other sources of income such
as incentives and honorarium. With the enactment of
performance-based allowances, these sources of income
should be eliminated (except for civil servants receiving
incentives whose arrangements have been established
by other laws and regulations). Therefore, the City
Government of Bandung should be able to identify the
sources of financing for performance-based allowances
and formulate performance-based allowance financing
mechanism in accordance with applicable legislation
and the ability of the local budget of Bandung; and (3)
Sources and financing mechanisms of performance
allowances model that have been formulated.
This article conveys several stages of decisions
that can be drawn from various scenarios that are
rationally and logically designed with various data
presentations from various parties.
RESEARCH METHOD
The research undertakes policy scenario planning in
determining the size of the performance index and the
price of each position, which is governed by a variety
of overlapping central government policies. Scenario
planning is an analytical framework used to build an
organizational strategy by exploring possible conditions
that can occur in the future with a span of twenty years. As
Maani and Cavana (2007) put it, scenario planning is not
an attempt to project the present into the future through
extrapolation. Scenario planning is also commonly
referred to scenario building, scenario development and
scenario thinking. According to (Schwartz, 1991), the
scenario is a tool for ordering one’s perception about
alternate future environments in which one’s decision
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might be played out right. Thus, the more or less the
scenario is a consistent picture of the possibilities or
circumstances that may occur in the future. The scenario
incorporated elements of risk, so unlike forecasting
(forecast) and vision that do not include the element
of risk. Ultimately scenarios are used as our backdrops
in anticipating future opportunities and threats and to
consider them in any short-term and long-term strategic
decision making.
Scenario planning has been developed as a method
to overcome various things that are not necessary to
predict factors that is out of control. At this time there
is interest from academics, public policy makers and
private / private parties using scenario planning. Several
scenarios can be selected as policy options. This way,
a variety of ways out of a number of existing scenarios
is provided. The purpose of the scenario is to identify
the possibility of new threats, taking into account the
opportunities that exist with a variety of realistic/
plausible alternative scenarios, explaining possible
policy-makers, finding policy options, bringing to the
fore the invisible part of the policy.
In order to make data inquiry and subsequent
analysis manageable, this research use qualitative
descriptive method, with in-depth interviews with some
informants coming from Bandung local agencies, such
as Local Personnel Agency, Section of Organization and
Local Apparatus Empowerment, Local Government
Secretariat, Local Finance Agency, Transportation
Agency, Local Tax Service Agency. The collection of
primary data in the form of in-depth interviews will be
conducted in groups or Focus Group Discussion (FGD).
Secondary data collection is conducted in conjunction
with primary data collection in the form of government
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documents. In line with these steps, main approaches
we use in this research are (a) The Expert Approach
(Expert Scenario) that involves a specific person or
circle with a total of at least 50 people as an actor, and
(b) The Dialogue Approach (Dialogue Scenario), this
approach involves more people consisting of a variety
of backgrounds that usually consist of more than 150
people.
A number of steps we follow in creating a scenario
planning or scenario planning are as follows: (a)
identifying focal issues (focal concern) or decision
where we identify the main issues or major issues that
will be the focus to answer or to make decisions; (b)
identifing key forces expected to affect future focal
issues; (c) identifying driving forces (change drivers)
that can drive the changes related to the key forces
above, for instances, social factors, political factors and
economic factors; (d) identifying uncertainties of things
closely related to the three driving forces above; (e)
constructing and selecting the scenario logic through a
qualitative study primarily through in-depth interviews
or by conducting Focus Group Discussion to obtain a
scenario with logical alternatives; (f) fleshing out through
adding various secondary data and trends to reinforce
the opinions of the resource persons and experts that
have been obtained and written in the previous stage.
The scenario planning that we use attempts to perceive
external environmental changes, to find early signals or
detection by mapping a variety of problem perspectives
for problem-solving strategies, to overcome and manage
issues/conflicts between vested interests and social
values to help find the solution/action in the future which
is the goal or the essence of policy makers.

Table 1. Comparison of the Mandate of Law 43/1999 with Law 05/2014

Source: Related Regulation, Analysis 2016

RESULT AND DISCUSSION
There are two performance allowance models
formulated in Indonesia, the old and new models. The
old model of performance allowance is formulated to be
able to accommodate the work performance appraisal
mechanism which is mandated by Government
Regulation Number 46 Year 2011 on the Civil Servant
Performance Appraisal, where the performance

appraisal system and mechanism is being developed by
the Regional Personnel Board of Bandung. In addition,
the formulation of the old model is carried out following
the example of e-performance mechanisms owned by
the Banda Aceh City Government. The formulation
of a new model of performance allowance is based
on the mandate of Minister of Administrative Reform
and Bureaucracy Reform No. 63 of 2011 on Guidelines
for Structuring Performance System of Civil Servant
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Performance. In formulating performance allowance
model, there are several factors that become the
consideration, namely giving allowance for teacher civil

servants and employees of related Local Government
Agency (Satuan Kerja Perangkat Daerah (SKPD)
Penghasil) as shown in Tabel 1.

In formulating the various overlapping policies on
the procedures for managing the regional performance
allowance, the researcher analyzes the various policies
related to the regional performance allowance of
various regulations as shown in Table 1.
In order to accommodate the factors under
consideration, six scenarios were formulated in the
preparation of the old model and the new model of
performance allowances, in which the scenarios were
formulated to provide a comparative picture of the
needs of the performance allowances budget affected
by the performance allowance for Teachers and
performance allowances for civil servants in Local
Government Agency. The scenarios used in this study
are as follows:
Scenario I: (1) All civil servants get performance
allowances (9,295 people); (2) All teachers get fixed
rate performance allowance @ Rp200,000.00/month
(following the existing conditions) (12,149 people).
Scenario II: (1) All civil servants get performance
allowances (9,295 people); (2) Only uncertified
teachers get fixed rate performance allowance of @
Rp200,000.00/month (359 people)
Scenario III: (1) All civil servants except employees
at the Tax Service Office of Bandung get performance
allowances. The number of employees of Tax Service
Office of Bandung who do not get performance
allowance is 388 people:
Echelon II.b		
: 1 person
Echelon III.a		
: 1 person
Echelon III.b		
: 4 people
Echelon IV.a		
: 20 people
Echelon IV.b		
: 5 people
General Functional : 357 people
(2) All teachers get fixed rate performance allowance
of @ Rp200,000.00/month (12,149 people).
Scenario IV: (1) All civil servants except employees
at the Tax Service Office of Bandung (388 people)
get performance allowances; (2) Only uncertified
teachers get fixed rate performance allowance of @
Rp200.000,00/month (359 people).
Scenario V: (1) All civil servants except employees at
the Tax Service Department, Department of Cemetery
and Gardening, Department of Transportation,
Department of Agriculture and Food Security, and

Integrated Service and Licensing Agency (BPPT)
Bandung get performance allowance. The numbers of
employees at Bandung’s Tax Service Office, Cemetery
and Gardening Office, Transportation Office,
Agriculture and Food Security Office, and BPPT who
do not get performance allowances are 1,378 people,
with details in Table 3.
All teachers get fixed rate performance allowance of
@ Rp200,000.00/month (12,149 people).
Scenario VI: (1) All civil servants except employees at
the Tax Service Department, Department of Cemetery
and Gardening, Department of Transportation,
Department of Agriculture and Food Security, and
Integrated Service and Licensing Agency (BPPT)
Bandung (1,378 people) get performance allowance; (2)
Only uncertified teachers get fixed rate performance
allowance of @ Rp200.000,00/month (359 people).
Formulation of New Model for Performance
Allowances
The foundation in formulating a new model of
performance allowance refers to the provisions
mandated in the Regulation of the Minister of
Administrative Reform and Bureaucratic Reform No.
63 of 2011 on Guidelines for Structuring Performance
System of Civil Servant Performance. According to the
mandate of the regulation, performance allowance is a
function of successful implementation of bureaucratic
reform and it is expected that the funds will be sourced
from the efficiency / optimization of budget ceilings of
Ministries / Institutions and Local Government and / or
increase of revenue generated. Performance allowances
are given gradually in line with the progress of success
/ achievement of bureaucracy reform.
Employee performance allowances are given
based on the performance achieved by an individual
employee. Performance of individual employees must
be in line with the performance to be achieved by the
agency. Therefore, individual employee performance
allowances may increase or decrease in line with
the increase or decrease in performance measured
by the Performance Indicators (IKU) of the agency.
Performance allowances in the implementation of
bureaucratic reform use the following principles:
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(a) Efficiency/optimization of budget ceilings of
Ministries/Agencies and Local Government; (b)
Equal pay for equal work, giving the amount of
allowance in accordance with the price of position
and achievement of performance.
The amount of performance allowances
granted to Civil Servants working in Government
Agencies that have implemented bureaucratic
reform is based on the following factors.
1. Achievement Level of Bureaucracy Reform
Implementation (TCPRBI)

Volume 24, Number 1

The implementation of bureaucratic reform in
a government institution should refer to the stages
as outlined in the Grand Design of Bureaucracy
Reform 2010-2025. In order to guarantee
the implementation of bureaucratic reforms
in accordance with the expected, a National
Bureaucratic Reform Team was established to
monitor and evaluate the progress of national
bureaucracy reform. To carry out this task, an
Independent Team of Quality Assurance Team
was formed to perform, among other things,

Table 2. Analysis of Legal Basis of Consideration Factors
Regulation

Description

PP 41/2009 on Teachers
and Lecturers Professional
Allowances, Teacher and
Lecturer Benefits, and
Professor’s Honor Allowance

Article 3 paragraphs (1) and (2): Teachers and lecturers of
civil servants and non-civil servants who have a certificate of
educator and meet the requirements in accordance with the
provisions of legislation are given a professional allowance
every month

Factor
Teachers who
have received
certification and
professional
allowances are
not receiving
performance
allowances

Analysis
Presidential Decree 52/2009
article 5 has stipulated that
teachers who have obtained
certification and professional
allowances are not receiving
performance allowances

Article 4:
Professional allowance of teachers and lecturers of civil
servants who occupy the functional positions of teachers
and lecturers are given at 1x basic salary of civil servants in
accordance with the provisions of legislation
Presidential Regulation No.
52/2009 on Supplementary
Income for Civil Servant
Teachers

Articel 1 paragraph (2):
An additional income is the amount of money that is
received to the Teacher who has not received a professional
allowance in accordance with the laws and regulations
Article 5:
Provision of additional income for the Teacher shall be
terminated if the respective Teacher is appointed in a
structural position or other functional position or has
received a professional allowance or for any other matter in
accordance with the laws and regulations

Civil servants who
already receive
incentives (wage
adoptee) may
elect to receive
an incentive or
performance
allowances (no
duplication)

PP 69/2010 on Procedures
for Provision and Utilization
of Incentive of Local Tax
Collection and Levy

EXAMPLE:
Presidential Regulation
78/2013 on Employee
Performance Allowance in
the Ministry of Energy and
Mineral Resources

Article 3 paragraphs (1) and (3):
Incentives are granted to the Implementing Agencies for
Tax and Levies, where incentives to regional heads, deputy
regional heads and regional secretaries may be granted
in the absence of remuneration provisions in the regions
(remuneration: additional income granted to improve
performance)
Employees within the relevant Ministries who are appointed
as functional officers and receive professional allowances,
the performance allowance is paid as big as the difference
between the performance allowance in the class of his
position and the professional allowance at his junior level.

If the professional allowance received is greater than the
Presidential Regulation
performance allowance in the class of office, then the paid is
88/2013 on Employee
a professional allowance at the level.
Performance Allowance in
the Ministry of Education and
Culture

Permenkes 83/2013 on
Performance Benefits for
Employees in the Ministry of
Health Environment
Source: Analysis Result, 2014

There is no regulation that
regulates the provision of
performance allowances to
PNS SKPD Producers who
have received incentives
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Table 3. Details of SKPD Employees
Position

Echelon II.b
Echelon III.a
Echelon III.b
Echelon IV.a
Echelon IV.b
Motor Vehicle Testers
Agricultural Counselor
General Functional
TOTAL

Local Government Agency
Tax Service
Office
1
1
4
20
5
357
388

Bppt

Transportation
Office

Office Of
Cemetary And
Gardening

1
1
4
3
127
136

1
1
4
13
3
32
399
453

1
1
4
13
2
270
291

Agriculture
And Food
Security
Office
1
1
5
15
3
5
80
110

Total

5
5
21
64
13
32
5
1,233
1,378

Source: Analysis Result, 2016

monitoring and evaluation and ensuring that
the implementation of bureaucracy reform in
accordance with the Grand Design of Bureaucracy
Reform 2010-2025. Implementation of monitoring
and evaluation by the Independent Team is
intended to obtain more objective information
about the progress of bureaucracy reform and
assess the results of its implementation.
Monitoring
and
evaluation
of
the
implementation
of
bureaucratic
reform
aimed at assisting the Steering Committee of
National Bureaucratic Reform and the National
Bureaucracy Reform Team in the ranks: 1)
obtaining information about the progress of
bureaucratic reform implementation at ministries
/ agencies and local government in accordance
with the stages established; 2) assessing the
successful implementation of bureaucratic
reform in a given period; 3) determine the factors
that influence the success and failure of the
implementation of bureaucratic reform; And 4)
provide recommendations / recommendations
relating to rewards and punishment in accordance
with applicable legislation.
The scope of activities to evaluate the progress
of the implementation of bureaucracy reform in
ministries/agencies and local governments on the
implementation of bureaucratic reform program at
the micro level includes: (1) Change management;
(2) Arrangement of laws and regulations; (3)
Structuring and strengthening the organization;
(4) Arrangement of governance; (5) Structuring
human resource management system apparatus;
(6) Strengthening supervision; (7) Strengthening
performance accountability; (8) Improving the
quality of public services; and (9) Monitoring,
evaluation and reporting.
The evaluation results are expressed in
percentage (%) Level of Achievement of
Institutional Bureaucracy Reform (TCPRBI).

Section Organization and Empowerment of
Regional Apparatus (ORPAD) Regional Secretariat
of Bandung has been measuring the value of
TCPRBI, although not yet verified by the Ministry
of Administrative Reform and State Bureaucratic
Reform. The value of TCPRBI Government of
Bandung amounted to 72.70%.
2.
Job Value and Class
Job evaluation is a process of human resource
management that is used to assess a position
systematically by using criteria called as position
factor. Each Ministry, Non-Ministry Government
Institution, and Provincial / District / Municipal
Government evaluate the positions to rank (grade)
positions in their respective neighborhoods.
Implementation of office evaluation in the
institution environment is implemented based on
the Regulation of the Minister of Administrative
Reform and Bureaucracy Reform Number
34 Year 2011 on Guidance on Job Evaluation.
The evaluation data of Bandung Municipal
Administration until this study is arranged is
still in the working stage. Therefore, for the
placement of structural class of civil servant of
Bandung City which is used in formulation of new
model of performance allowance adopt result of
evaluation of office of DKI Jakarta Province, while
functional job class and general function to adopt
the evaluation result of office of Ministry of Home
Affairs.
To be clearer about the assumption of placement
class position used in formulating a new model
performance allowances for civil servants Bandung can
be seen in Table 3.
3. Job Value Price Index (IHNJ)
Job value is the accumulation of functional factor
evaluation points as well as functional positions used to
determine the class position. The Value Position Index
(IHNJ) is the rupiah (Rp) value given for each position
value (average value). The IHNJ is set according to the
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Provincial Minimum Wage (UMRP).
UMRP is the lowest monthly wage consisting of
basic wage including fixed allowance which is valid
in 1 (one) province. UMRP is stipulated based on
Regulation of the Minister of Manpower No. 01 Year
1999 on Minimum Wage. UMRP is stipulated annually
and the review is conducted no later than 2 (two) years.
UMRP is determined by considering: (a) Needs; (b)
Consumer Price Index (CPI); (c) Company’s ability,
development, and sustainability; (d) Generally, wages
applicable in certain regions and between regions; (e)
Labor market conditions; and (f) Level of economic
development and income per capita.
Looking at data related to the size of UMRP
West Java in 2015 is not yet available, then the projection
of UMRP of West Java based on the growth rate of
UMRP in previous years. The growth rate of UMRP
West Java in 2013-2014 is 18% (Rp850,000.00 →
Rp1,000,000.00). Therefore, the projection of UMRP
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West Java in 2015 amounts to Rp1,180,000.00. With the
projection of UMRP West Java in 2015 amounting to
Rp1,180,000.00 and the lowest class is class 1 with an
average value of 215 points, then:
IHNJ
= UMRP West Java: Average value
= Rp1,180,000.00: 215
= Rp5,488.37 (rounded to Rp5,500.00)
4. Balancing Factor
Balancing factor is the number used to find the
balance comparison of performance allowance of
the highest grade Civil Servant with the lowest
performance of civil servant performance. The purpose
of this provision is to encompass the income difference
between the Civil Servants who have the lowest class
of office with the Civil Servants who have the highest
class of office. For balancing factor values used in the
formulation of new models of performance allowances
in the table 4.

Table 4. Assumption on Job Class Placement of Bandung Civil Servants
Grade

Level

Description Spesific Funtion

General
Function

16

Echelon II a

-

-

15

Echelon II b

-

-

14

-

-

-

13

Echelon III a

-

-

12

Echelon III b

-

-

11

-

Widya Iswara Madya, PKB Madya, An Intermediate Labor Inspector, An Expert
Auditor of Middle, Inspector of Middle Government

-

10

Echelon IV a

Medic (Doctor & Pharmacist) (Assuming Young Expert), Health Nursing (Midwife &
Nurse) ( Assuming Young Expert)

-

9

Echelon IV b

Widya Iswara Muda, School Inspector ( Young Expert Assumption), Kindergarten
Inspector (Young Expert Assumption), Middle Mediator, Young PKB, Young Labor
Inspector, Young Researchers, Yooung Planners, An Expert Youth Audit, Young
Inspector of Government

-

8

Echelon V a

Overseer of Civil Servant, Young Mediators, PKB Supervisor, First Inspector of
Labor, Archivist Librarian, First Planner, The First Expert Auditor, Skilled Supervisor
Auditor, First Government Inspector, Environmental Inspector (Expert Assumption
First)

-

7

-

Civil Sevice, First Work Introduction, PKB Advanced Implementers, Agricultural
Extension Wrokes, Continued Implementation Auditor

-

6

-

Non Medical Health (Nutritionist, Laboratory Institutions, Sanatarian, Radiographer,
Pharmacist Assistant, Medical Electro Technique, Health Administrators, Pharmacy
and food superintendent, Anastation Stirrer, Medical Recorder, Medical Record)
(Assuming teh Equivalent of a Pharmacist Assistant) and Vehicle Testers (Assuming)

Class I
- IV

5

-

-

-

4

Senior Staff (data
not available)

-

-

3

Senior Staff (data
not available)

-

-

2

Senior Staff (data
not available)

-

-

1

Civil Servant
Candidates (data
not available)

-

-

Source: Analysis Result, 2016
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Table 5. Added and Reduced Factors for New Model of Performance Allowances
New Model of Performance Allowances
PROVISION CRITERIA

ADDITION CRITERIA

REDUCTION CRITERIA

Performance allowances are
provided to Civil Servants and
other Personnel based on Decision
Officials authorized to be appointed
in a position or assigned and fully
employed in an organization unit
within the agency

Additional performance allowances
are given to employees when:
a. Employees can maintain their
performance with the lowest
value is good value
b. Employees get the value of
performance in the current year
is Very (very good) value, then
in the following year is given
additional performance allowance
of 50% of the difference in
performance allowance between
class 1 position level above
his class with performance
allowances received

Reductions of performance allowances apply to:
1. Employee who get performance value below
good value, as follows:
a. Employees who earn Enough value, in
the following year get a reduction in
performance allowance of 25%
b. Employees who scored Less (Medium), in
the following year received a reduction in
performance allowance by 50%
c. Employees who scored poorly (Less), in
the following year received a reduction in
performance allowance of 75%
2. Employees who do not go to work during the
month, then in the next month get a reduction of:
a. 3% for every 1 day does not go to work
b. At most 100% for every 1 month does not
go to work
3. Employees who are late to work during the
month, then in the next month get a reduction of:
a. 1 - 31 minutes will be reduced by 0.5%
b. 31 - 61 minutes will be reduced by 1%
c. 61 - 91 minutes will be reduced by 1.25%
d. ≥ 91 minutes and or not fill out the
attendance list coming to work, will be
reduced 1.5%
4. Employees who leave work prematurely in
the current month, then in the next month get a
reduction of:
a. 1 - 31 minutes will be reduced by 0.5%
b. 31 - 61 minutes will be reduced by 1%
c. 61 - 91 minutes will be reduced by 1.25%
d. D. ≥ 91 minutes and or not fill out the
attendance list home office, will be reduced
1.5%

Performance allowances are not
granted to:
a. Employees of agencies that
clearly do not have certain
duties / jobs / jobs in certain
agencies
b. Agency employees who are
laid off for a while or disabled
c. Personnel officers who are
discharged with respect or
disrespect
d. Employee of institution which
assisted / employed at other
Agency / Institution outside
Institution
e. E. Employees of agencies
granted leave of absence from
state dependents or under duty
to undergo preparation for
retirement

Source: Permenpan Number 63 Year 2011, analyzed 2014.

5.
Provincial Performance Allowance Index
(Locality-Based Comparability Payments/Locality Pay
Rate)
In the framework of efforts to generate equitable
income for Civil Servants working in different provinces
with different levels of expenditure, it is necessary to
stipulate a Provincial Performance Allowance Index
(ITDKP). However, ITDKP factor will not be used in
the formulation of new model of performance allowance
of civil servant of Bandung City to see the amount of
IHNJ used is based on UMRP West Java.
In addition to the five factors affecting the new
model of performance allowances, the Regulation of the
Minister of Administrative Reform and Bureaucracy
Reform No. 63 of 2011 on Guidelines for Structuring
the Performance System of Civil Servant Performance
also sets the factor of adding and subtracting the new
model of performance allowances for each individual.
Adding and subtracting factors can be seen in Table 5.
Formulation on the Amount of the New Model of
Performance Allowance

After the factors affecting the new model of
performance allowances are obtained, in this subchapter
will be calculated the size of the performance allowance
model. The result of formulation of new model of
performance allowance for each class of position can
be seen in Table 6.
If a new model of performance allowances is
applied, there will be a reduction in the amount
of performance allowances earned by civil
servants because the Government Bureaucracy
Reform Achievement Level (TCPRBI) of Bandung
City has reached 72.70%. For example, for the
City Secretary of Bandung (echelon II.a - class
of 16) there was a reduction in the performance
allowance from Rp 21,054,000/month (TCPRBI
100%) to Rp15,306,258/month (TCPRBI 72.70%).
The results of the formulation of new models of
performance allowances for each scenario are as
follows:
Scenario I: All civil servants get performance
allowances and all teachers get fixed rate performance
allowances of @ Rp200,000.00/month.
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To get an idea of the proportion of spending
allowance, the comparison of performance allowances
with budget of APBD 2014 budget is spent. To calculate
the budget requirement, the use of performance
allowance with 72,70% TCPRBI is used. If the amount
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of the performance allowance is applied, then the
proportion of personnel expenditure (only salary and
performance allowance plan, excluding scholarships,
food allowances, etc.) in the 2014 APBD structure
amounts to 42.01%.

Table 6. Amount of Performance Allowance per Job Class

Source: Analysis, 2016

Table 7. Scenario I New Model of Performance Allowance
JOB CLASS

18
17

AVERAGE JOB
VALUE

JOB PRICE INDEX
(RP)

PERFORMANCE
ALLOWANCE
(RP)

BALANCING
FACTOR

PERFORMANCE
ALLOWANCE
(RP)

NUMBER OF
PEOPLE

TOTAL PERFORMANCE
ALLOWANCE FOR
CIVIL SERVANTS
IN BANDUNG CITY
GOVERNMENT (RP)

4723
4478
4278
4078

16

3828

5.500

21,054,000

1.00

21,054,000

1

21,054,000

15

3378

5.500

18,579,000

1.00

18,579,000

34

631,686,000

14

2953

5.500

16,241,500

1.00

16,241,500

-

-

13

2553

5.500

14,041,500

1.00

14,041,500

76

1,067,154,000

12

2228

5.500

12,254,000

1.00

12,254,000

136

1,666,544,000

11

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

10

1728

5.500

9,504,000

1.00

9,504,000

1.510

14,351,040,000

9

1478

5.500

8,129,000

1.00

8,129,000

1.102

8,958,158,000

8

1228

5.500

6,754,000

1.00

6,754,000

203

1,371,062,000

7

978

5.500

5,379,000

1.10

5,916,900

44

260,343,600

6

753

5.500

4,141,500

1.10

4,555,650

6.152

28,026,358,800

5

553

5.500

3,041,500

1.20

3,649,800

-

-

4

413

5.500

2,271,500

1.30

2,952,950

-

-

3

338

5.500

1,859,000

1.35

2,509,650

-

-

2

273

5.500

1,501,500

1.40

2,102,100

-

-

1

215

5.500

1,182,500

1.50

1,773,750

-

-

9,295

56,755,923,400

12,149

2,429,800,000

21,444

59,185,723,400

TOTAL (Without Teachers)
Total Teachers

200.000
TOTAL

Source: Analysis, 2016

ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%

43,028,020,912

BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

516,336,250,942
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Table 8. Summary of Scenario I: New Model of Performance Allowance
DESCRIPTION

AMOUNT (MILLION RUPIAH)

PERFORMANCE ALLOWANCE PLAN

516,336.25

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,337,299.13

TOTAL BUDGETS 2014

5,564,000.00
42.01%

% EMPLOYEE EXPENDITURE BUDGETS 2014
Source: Analysis Result, 2016

Table 9. Scenario II New Model of Performance Allowance
JOB
CLASS

18
17
16
15
14
13
12
11
10
9
8
7
6
5
4
3
2
1

JOB
PRICE
INDEX
(RP)

PERFORMANCE
ALLOWANCE
(RP)

BALANCING
FACTOR

AMOUNT OF
PERFORMANCE
ALLOWANCE (RP)

NUMBER
OF
PEOPLE

TOTAL PERFORMANCE
ALLOWANCE FOR CIVIL
SERVANTS IN BANDUNG
CITY GOVERNMENT (RP)

4723
4478
4278
4078
3828
3378
2953
2553
2228

5.500
5.500
5.500
5.500
5.500

21,054,000
18,579,000
16,241,500
14,041,500
12,254,000

1.00
1.00
1.00
1.00
1.00

21,054,000
18,579,000
16,241,500
14,041,500
12,254,000

1
34
76
136

21,054,000
631,686,000
1,067,154,000
1,666,544,000

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

1728
1478
1228
978
753
553
413
338
273
215

5.500
5.500
5.500
5.500
5.500
5.500
5.500
5.500
5.500
5.500

9,504,000
8,129,000
6,754,000
5,379,000
4,141,500
3,041,500
2,271,500
1,859,000
1,501,500
1,182,500

AVERAGE
JOB VALUE

1.00
9,504,000
1.510
1.00
8,129,000
1.102
1.00
6,754,000
203
1.10
5,916,900
44
1.10
4,555,650
6.152
1.20
3,649,800
1.30
2,952,950
1.35
2,509,650
1.40
2,102,100
1.50
1,773,750
TOTAL (Without Teachers)
9.295
Total Teachers
200.000
359
TOTAL
9.654
ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%
BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

Source: Analysis Result, 2016

Table 10. Summary of Scenario II New Model of Performance Allowance
DESCRIPTION

AMOUNT

PERFORMANCE ALLOWANCE PLAN

495,765.06

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,316,727.94

TOTAL BUDGETS 2014

5,564,000.00

% EMPLOYEE EXPENDITURE BUDGETS 2014

41.64%     

Source: Analysis Result, 2016

14,351,040,000
8,958,158,000
1,371,062,000
260,343,600
28,026,358,800
56,755,923,400
71,800,000
56,827,723,400
41,313,754,912
495,765,058,942
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Table 11. Scenario III New Model of Performance Allowance
JOB
CLASS

18
17

AVERAGE
JOB VALUE

JOB
PRICE
INDEX
(RP)

PERFORMANCE
ALLOWANCE (RP)

BALANCING
FACTOR

AMOUNT OF
PERFORMANCE
ALLOWANCE (RP)

NUMBER
OF
PEOPLE

TOTAL
PERFORMANCE
ALLOWANCE FOR
CIVIL SERVANTS
IN BANDUNG CITY
GOVERNMENT (RP)

4723
4478
4278
4078

16

3828

5.500

21,054,000

1.00

21,054,000

1

21,054,000

15

3378

5.500

18,579,000

1.00

18,579,000

33

613,107,000

14

2953

5.500

16,241,500

1.00

16,241,500

-

-

13

2553

5.500

14,041,500

1.00

14,041,500

75

1,053,112,500

12

2228

5.500

12,254,000

1.00

12,254,000

132

1,617,528,000

11

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

10

1728

5.500

9,504,000

1.00

9,504,000

1.490

14,160,960,000

9

1478

5.500

8,129,000

1.00

8,129,000

1.097

8,917,513,000

8

1228

5.500

6,754,000

1.00

6,754,000

203

1,371,062,000

7

978

5.500

5,379,000

1.10

5,916,900

44

260,343,600

6

753

5.500

4,141,500

1.10

4,555,650

5.795

26,399,991,750

5

553

5.500

3,041,500

1.20

3,649,800

-

-

4

413

5.500

2,271,500

1.30

2,952,950

-

-

3

338

5.500

1,859,000

1.35

2,509,650

-

-

2

273

5.500

1,501,500

1.40

2,102,100

-

-

1

215

5.500

1,182,500

1.50

1,773,750

-

-

8.907

54,817,194,850

TOTAL (Without Teachers)
Total Teachers

200.000
TOTAL

12.149

2,429,800,000

21.056

57,246,994,850

ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%

41,618,565,256

BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

499,422,783,071

Source: Analysis Result, 2016

Table 12.Summary of Scenario III New Model of Performance Allowance
DESCRIPTION

AMOUNT (MILLION RUPIAH)

PERFORMANCE ALLOWANCE PLAN

499,422.78

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,320,385.66   

TOTAL BUDGETS 2014

5,564,000.00

% EMPLOYEE EXPENDITURE BUDGETS 2014

41.70%

Source: Analysis Result, 2016

Scenario II: All civil servants get performance
allowances and only teachers who have not yet got
certification get fixed rate performance allowance
@ Rp200,000/month.
If this performance allowance is applied, the
proportion of personnel expenditure on the 2014
APBD structure will be 41.64%.
Scenario III: All civil servants except employees
at the Tax Service Office of Bandung get
performance allowance and all teachers get fixed
rate performance allowance @ Rp200,000.00/

month. If this performance allowance is applied,
the proportion of personnel expenditure in the
2014 APBD structure will be 41.70%.
Scenario IV: All civil servants except employees
at the Bandung Tax Service Office get performance
allowances and only teachers who have not been
certified get fixed rate performance allowance
of @ Rp200,000.00/month. If this performance
allowance is applied, the proportion of personnel
expenditure on the 2014 APBD structure will be
41.33%.
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Table 13. Scenario IV New Model of Performance Allowance
JOB
CLASS

18
17

AVERAGE
JOB VALUE

JOB
PRICE
INDEX
(RP)

PERFORMANCE
ALLOWANCE (RP)

BALANCING
FACTOR

AMOUNT OF
PERFORMANCE
ALLOWANCE (RP)

NUMBER
OF
PEOPLE

TOTAL
PERFORMANCE
ALLOWANCE FOR
CIVIL SERVANTS
IN BANDUNG CITY
GOVERNMENT (RP)

4723
4478
4278
4078

16

3828

5.500

21,054,000

1.00

21,054,000

1

21,054,000

15

3378

5.500

18,579,000

1.00

18,579,000

33

613,107,000

14

2953

5.500

16,241,500

1.00

16,241,500

-

-

13

2553

5.500

14,041,500

1.00

14,041,500

75

1,053,112,500

12

2228

5.500

12,254,000

1.00

12,254,000

132

1,617,528,000

11

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

10

1728

5.500

9,504,000

1.00

9,504,000

1.490

14,160,960,000

9

1478

5.500

8,129,000

1.00

8,129,000

1.097

8,917,513,000

8

1228

5.500

6,754,000

1.00

6,754,000

203

1,371,062,000

7

978

5.500

5,379,000

1.10

5,916,900

44

260,343,600

6

753

5.500

4,141,500

1.10

4,555,650

5.795

26,399,991,750

5

553

5.500

3,041,500

1.20

3,649,800

-

-

4

413

5.500

2,271,500

1.30

2,952,950

-

-

3

338

5.500

1,859,000

1.35

2,509,650

-

-

2

273

5.500

1,501,500

1.40

2,102,100

-

-

1

215

5.500

1,182,500

1.50

1,773,750

-

-

8.907

54,817,194,850

TOTAL (Without Teachers)
Total Teachers

200.000
TOTAL

359

71,800,000

9.266

54,888,994,850

ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%

39,904,299,256

BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

478,851,591,071

Source: Analysis Result, 2016

Table 14. Summary of Scenario IV New Model of Performance Allowance
DESCRIPTION

AMOUNT (MILLION RUPIAH)

PERFORMANCE ALLOWANCE PLAN

478,851.59

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,299,814.47

TOTAL BUDGETS 2014

5,564,000.00

% EMPLOYEE EXPENDITURE BUDGETS 2014

41.33%

Source: Analysis Result, 2016

Scenario V: All civil servants except employees at
the Tax Service Department, Department of Cemetery
and Gardening, Department of Transportation,
Department of Agriculture and Food Security, and
Integrated Service and Licensing Agency (BPPT)
Bandung get performance allowance and all
teachers get fixed rate performance allowances @
Rp200,000/month. If the amount of the performance
allowance is applied, then the proportion of
personnel expenditure on the structure of APBD
2014 becomes 40.92%.

Scenario VI: All civil servants except employees at
the Tax Service Department, Department of Cemetery
and Gardening, Department of Transportation,
Department of Agriculture and Food Security,
and Integrated Service and Licensing Agency
(BPPT) Bandung get performance allowances and
only teachers who do not have certification get
performance allowances fixed rate @ Rp200,000.00/
month. If this performance allowance is applied, the
proportion of personnel expenditure on the 2014
APBD structure will be 40.55%.
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Table 15. Scenario V New Model of Performance Allowance
JOB
CLASS

18
17

AVERAGE
JOB VALUE

JOB
PRICE
INDEX
(RP)

PERFORMANCE
ALLOWANCE (RP)

BALANCING
FACTOR

AMOUNT OF
PERFORMANCE
ALLOWANCE (RP)

NUMBER
OF
PEOPLE

TOTAL
PERFORMANCE
ALLOWANCE FOR
CIVIL SERVANTS
IN BANDUNG CITY
GOVERNMENT (RP)

4723
4478
4278
4078

16

3828

5.500

21,054,000

1.00

21,054,000

1

21,054,000

15

3378

5.500

18,579,000

1.00

18,579,000

29

538,791,000

14

2953

5.500

16,241,500

1.00

16,241,500

-

-

13

2553

5.500

14,041,500

1.00

14,041,500

71

996,946,500

12

2228

5.500

12,254,000

1.00

12,254,000

115

1,409,210,000

11

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

10

1728

5.500

9,504,000

1.00

9,504,000

1.446

13,742,784,000

9

1478

5.500

8,129,000

1.00

8,129,000

1.089

8,852,481,000

8

1228

5.500

6,754,000

1.00

6,754,000

203

1,371,062,000

7

978

5.500

5,379,000

1.10

5,916,900

39

230,759,100

6

753

5.500

4,141,500

1.10

4,555,650

4.887

22,263,461,550

5

553

5.500

3,041,500

1.20

3,649,800

-

-

4

413

5.500

2,271,500

1.30

2,952,950

-

-

3

338

5.500

1,859,000

1.35

2,509,650

-

-

2

273

5.500

1,501,500

1.40

2,102,100

-

-

1

215

5.500

1,182,500

1.50

1,773,750

-

-

7.917

49,829,072,150

TOTAL (Without Teachers)
Total Teachers

200.000
TOTAL

12.149

2,429,800,000

20.066

52,258,872,150

ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%

37,992,200,053

BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

455,906,400,637

Source: Analysis Result, 2016

Table 16. Summary of Scenario V New Model of Performance Allowance
DESCRIPTION

AMOUNT (MILLION RUPIAH)

PERFORMANCE ALLOWANCE PLAN

455,906.40

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,276,869.28

TOTAL BUDGETS 2014

5,564,000.00

% EMPLOYEE EXPENDITURE BUDGETS 2014

40.92%

Source: Analysis Result, 2016

Table 17. Summary Scenario VI New Model of Performance Allowance
DESCRIPTION

AMOUNT (MILLION RUPIAH)

PERFORMANCE ALLOWANCE PLAN

435,335.21

SALARY + ALLOWANCE IN BUDGETS 2014

1,820,962.88

TOTAL EMPLOYEE EXPENDITURE 2014

2,256,298.09

TOTAL BUDGETS 2014

5,564,000.00

% EMPLOYEE EXPENDITURE BUDGETS 2014

40.55%

Source: Analysis Result, 2016
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Table 18. Scenario VI New Model of Performance Allowance
JOB
CLASS

18
17

AVERAGE
JOB VALUE

JOB
PRICE
INDEX
(RP)

PERFORMANCE
ALLOWANCE (RP)

BALANCING
FACTOR

AMOUNT OF
PERFORMANCE
ALLOWANCE (RP)

NUMBER
OF
PEOPLE

TOTAL
PERFORMANCE
ALLOWANCE FOR
CIVIL SERVANTS
IN BANDUNG CITY
GOVERNMENT (RP)

4723
4478
4278
4078

16

3828

5.500

21,054,000

1.00

21,054,000

1

21,054,000

15

3378

5.500

18,579,000

1.00

18,579,000

29

538,791,000

14

2953

5.500

16,241,500

1.00

16,241,500

-

-

13

2553

5.500

14,041,500

1.00

14,041,500

71

996,946,500

12

2228

5.500

12,254,000

1.00

12,254,000

115

1,409,210,000

11

1978

5.500

10,879,000

1.00

10,879,000

37

402,523,000

10

1728

5.500

9,504,000

1.00

9,504,000

1.446

13,742,784,000

9

1478

5.500

8,129,000

1.00

8,129,000

1.089

8,852,481,000

8

1228

5.500

6,754,000

1.00

6,754,000

203

1,371,062,000

7

978

5.500

5,379,000

1.10

5,916,900

39

230,759,100

6

753

5.500

4,141,500

1.10

4,555,650

4.887

22,263,461,550

5

553

5.500

3,041,500

1.20

3,649,800

-

-

4

413

5.500

2,271,500

1.30

2,952,950

-

-

3

338

5.500

1,859,000

1.35

2,509,650

-

-

2

273

5.500

1,501,500

1.40

2,102,100

-

-

1

215

5.500

1,182,500

1.50

1,773,750

-

-

7.917

49,829,072,150

TOTAL (Without Teachers)
Total Teachers

200.000
TOTAL

359

71,800,000

8.276

49,900,872,150

ACHIEVEMENT LEVEL OF THE BUREAUCRACY REFORM: 72,70%

36,277,934,053

BUDGET FOR PERFORMANCE ALLOWANCE PER YEAR

435,335,208,637

Source: Analysis Result, 2016

CONCLUSION
The findings of the study show that SMEs working
on trDetermining the amount of a performance
allowance in a region requires a variety of ways to make
a decision, one of which is by designing the stages of
implementation, in this article the steps in determining
the outcome are determined by the relevant policy.
The overlapping of rules on the determination of the
magnitude and price of the positions in the value is very
confusing, therefore in determining it requires in-depth
study.
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